Research purpose: The purpose of this study was to investigate the relationship between leadership empowerment behavior, psychological empowerment, work engagement and turnover intention. The study further investigated whether psychological empowerment mediates the relationship between leadership empowerment behavior and turnover intention and work engagement respectively.
Leadership empowerment behavior (LEB)
According to Srivastava et al. (2006) , various leadership behaviors have been studied, but empowering leader behavior has assumed special importance. The six dimensions of leader empowering behavior, introduced by Konczak et al. (2000) , are as follow: Delegation of authority where empowering leaders share information and knowledge with their followers to enable them to fully contribute and make quality decisions that are valuable to the organization (Hakimi et al., 2010) . Accountability for outcomes focuses on leaders redistributing power and giving new responsibilities to followers, holding them accountable for outcomes (Hakimi et al., 2010; Konczak et al., 2000) . Self-directed decision-making is described as allowing and involving subordinates to participate in problem solving processes (Konczak et al., 2000; Van Dierendonck and Dijkstra, 2012) , enabling them to feel more empowered (Mills, et al., 2013) . With information sharing, managers share information with employees and employees also share information with one another (Arnold et al., 2000; Konczak et al., 2000; Pearce and Sims, 2002) . Furthermore, leaders play a vital role in skills development and coaching for innovative performance where they create opportunities for training and enhancing skills of subordinates (Konczak et al., 2000; Pearce and Sims, 2002) . Cameron et al., (2011) identified development of human capital as one of the most predictive positive practices in terms of organizational effectiveness. Thus, there is a fundamental belief that leadership empowerment behavior stimulates psychological empowerment (Raub and Robert, 2010) . Zbierowski (2011) named empowerment as one of the characteristics of positive management. Employee empowerment was first introduced in literature about 30 years ago by Kanter (1977) . The fundamental belief of those campaigning empowerment is that empowerment initiatives improve employee performance, well-being, and positive attitudes (Forrester, 2000; Hempel et al., 2012; Mathieu et al., 2006; Wallace et al., 2011) . Studies on empowerment conceptualized empowerment into structural empowerment which is concerned with organizational conditions, and psychological empowerment which focuses on employees' perceptions regarding empowerment (Conger and Kanungo, 1988; Menon, 2001; Spreitzer, 1995; Thomas and Velthouse, 1990) .
Psychological empowerment
Psychological empowerment, according to Spreitzer (1995) , is an individual's subjective experience of empowerment based on cognitions about him/herself in relation to his/her work role and it is characterized as a four-dimensional psychological state consisting of meaning, competence, self-determination and impact. Together these four thoughts reveal one's active (an orientation in which the individual wishes and feels able to form his or her work role and environment), rather than inactive orientation to a work role (Spreitzer, 1995 Meaning is seen as a subjective assessment of the significance of the job and it reflects a sense of personal connection to work (Zhang and Bartol, 2010) . High levels of meaning, according to Thomas and Velthouse (1990) , result in increased commitment, involvement and concentration. Meaning is described by Arnold et al. (2000) , as finding purpose in one's job that is greater than external outcomes of the work. Competence refers to a sense of self-efficacy or beliefs by individuals that they have the expertise and ability needed to perform their goals (Van Dierendonck and Dijkstra, 2012; Zhang and Bartol, 2010) . High levels of competence result in an increased sense of confidence which in turn leads to higher effort and perseverance in the face of difficulties (Thomas and Velthouse, 1990) .
Self-determination refers to a sense of control, autonomy and freedom of choice to fulfill tasks that make sense and to perform in ways that seem appropriate (Dewettinck and Van Ameijde, 2011) . High levels of self-determination have a positive effect on individual and organisational levels (Liden et al., 2000) . Impact refers to the belief of individuals that they possess the ability to influence the work environment and results at work (Dewettinck and Van Ameijde, 2011; Quinn and Spreitzer, 1997) . Kahn (1990: 694) defines personal engagement as "the harnessing of organization members" selves to their work roles; in engagement, people employ and express themselves physically, cognitively and emotionally during role performance". Work engagement is described by Schaufeli and Bakker (2004: 295) as "a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption". In this state one experiences difficulties with detaching oneself from work (Schaufeli and Bakker, 2004) . If these views are combined, engagement is seen as the physical, cognitive, and emotional energy employees devote to their work, which helps them continue through difficulties and allows them to become engrossed in their work activities (Steger et al., 2013) . According to Mills et al., (2013) the concept Positive Psychology in the Workplace (PPW) includes engagement as a construct.
Work engagement
According to Kahn (1990) , the cognitive aspect of employee engagement deals with the employee's viewpoint on how and by whom the organization is led as well as working conditions within the organization; whereas the emotional element deals with how the employee experiences each of the three said factors. The physical aspect of Kahn's definition relates to the physical drives employed by individuals in order to carry out their organizational roles (Knight, 2011) . Engagement, according to Kahn (1990) , is strongest when all three dimensions are present. 
Turnover intention
Turnover intention is a powerful predictor of an employee's future behavior and actual turnover (Carmeli and Weisberg, 2006; Harter et al., 2002; Park and Kim, 2009) . The intention to leave is an individual's view that he/she would leave the organization (Kahumuza and Schlechter, 2008) and is viewed as the absolute last stage in the decision-making process of an employee to look for other employment (Park and Kim, 2009 ). Turnover intention is of critical importance to organizations as turnover can influence stability and productivity and it proves to be very costly (Firth et al., 2004; Siong et al., 2006) . Understanding and managing the factors that influence employee turnover and the costs associated with it could be beneficial for companies (Du Plooy and Roodt, 2010) .
Aim and hypotheses
The aim of this study is to explore the relationship between leadership empowerment behavior, psychological empowerment, work engagement and turnover intention in a chemical industry in South Africa. 
Method

Research design
To achieve the objectives of the study, the researcher adopted a cross-sectional convenience survey design as all data was gathered at a single point in time (De Vos et al., 2011) .
Participants, procedure and ethics
Informed consent was obtained from the governing body of the organization. Participation in the research was voluntary. All responses were anonymous and confidentiality was maintained at all times. The population consisted of 700 employees in various production areas. Three hundred and eighty five questionnaires were returned with 322 usable for data-analyses. The study sample consisted of 92,5% males, 53,7% were white with the majority (32%) between the ages of 26-35. In general the sample is representative of the study population in terms of biographical characteristics.
Measuring instruments
The Leader Empowering Behavior Questionnaire (LEBQ; Konczak et al., 2000) was developed as a multidimensional 17-item scale with six subscales. The scale is rated from 1 (strongly disagree) to 7 (strongly agree). Higher scores indicated higher perceptions of leader empowering behaviors. The original scale consists of 17 items. An example of an item in the "authority" subscale is: "My manager gives me the authority I need to make decisions that improve work processes and procedures" (Konczak et al., 2000: 307) . Two items from Arnold et al. (2000) were added to increase the number of items that demonstrated the "information sharing" element. Konczak et al. (2000) reported reliability coefficients that ranged between 0.82 and 0.88 with the exception of one subscale that measured 0.70.
The Measuring Empowerment Questionnaire (MEQ; Spreitzer, 1995 ) is a 12-item scale that measures an individual's experience of psychological empowerment. This instrument is scored on a seven-point Likert scale, ranging from 1 (strongly disagree) to 7 (strongly agree). The scale consists of four subdimensions of psychological empowerment with three items each. Example of an item is "The work I do is very important to me" (meaning). The Cronbach alpha for the overall empowerment construct in Spreitzer's study indicated acceptable scores of 0.72 and 0.62 for the respective samples (Spreitzer, 1995) .
The Work Engagement Scale (WES; Rothmann, 2010) measures work engagement on a seven-point frequency scale varying from 1 (almost never or never) to 7 (always or almost always). The items reflect the three components of Kahn's (1990) conceptualization of work engagement, namely cognitive, emotional and physical engagement. Cognitive engagement will be measured by three items (e.g. "I am very absorbed in my work"); emotional engagement will be measured by four items (e.g. "I am passionate about my work"); physical engagement will be measured by four items (e.g. "I feel alive and vital at work"). Alpha coefficients for the three scales of the WES were: Physical engagement = 0.80; emotional engagement = 0.82; and cognitive engagement = 0.78 (Rothmann, 2010) .
The Turnover Intention Scale (TIS; Sjöberg and Sverke, 2000) was used to measure respondents' intention to leave the company. The scale is a five-point Likert scale and ranges from 1 (strongly disagree) to 5 (strongly agree) with high scores measuring the respondents' probability to leave the organization. The scale consisted of three items and an example of an item is "If I was completely free to choose, I would leave this job". The Cronbach alpha coefficient for the TIS was 0.83 (Sjöberg and Sverke, 2000) .
Statistical analysis
The statistical analysis was carried out with the SPSS 21 program (IBM Corporation, 2012) and the Mplus (7.11) statistical modeling program . Data was analyzed as categorical and therefor the WLSMV was used as estimator.
Results
Testing the measurement model
Using confirmatory factor analysis (CFA), the hypothesized measurement model was tested to assess whether each of the measurement items would load significantly onto the scales used in the study. CFA is driven by the theoretical relationships among the observed and unobserved variables (Schreiber, 2008) . Five measurement models were tested. Model 1 consisted of four latent variables: a) Leadership empowerment behavior consisted of five latent variables, b) Psychological empowerment consisted of four latent variables, c) Work engagement consisted of three latent variables and d) Turnover intention was measured by three observed variables. Model 1 was used as a baseline model to decide if the other four models represented a statistically significant improvement. The fit statistics for testing the various models are presented in Table 2. A χ 2 value of 2146.48 (df = 801) was obtained for model 1. TLI = 0.95, CFI = 0.95, and RMSEA = 0.07. The hypothesized model had an acceptable fit with the data. Standardized coefficients from items to factors ranged from 0.72 to 0.99. The results indicated that the relationship between each observed variable and its individual construct was statistically significant (p < 0.01), establishing the relationship between indicators and constructs (Hair et al., 2010) . AIC and BIC values were calculated and comparison of these values showed that Models 2-5 had bigger values. AIC and BIC values are the best indicators for model fit, with the lowest values indicating the best fit between compared models Table 2 ), which was the best fitting and most parsimonious measurement model. The hypothesized relationships were tested using latent variable modeling as implemented by Mplus 7 (Muthén and Muthén, 2004) . Results indicated a fair fit of the structural model compared to the measurement model (χ 2 = 2146.48, df = 801, TLI = 0.95, CFI = 0.95, and RMSEA = 0.07). Five competing models were tested: psychological empowerment to work engagement was constraint to zero. The standardized path coefficients estimated by Mplus are illustrated in Table 4 and Figure 2 . Table 4 indicates the fit statistics for Model 1 that fitted the data best. ∆ df = 1, p < 0.00), Model 2e ( ∆ χ 2 = 5.71, ∆ df = 1, p < 0.02), and Model 2f ( ∆ χ 2 = 3.00, ∆ df = 2, p < 0.22).
The obtained relationships of the best fitting and most parsimonious structural model (Model 1a) are discussed with reference to the hypotheses of this study.
Hypothesis 1: The ML-estimated equation accounted for a large proportion of the variance in psychological empowerment (R 2 = 0.37). Hypothesis 1 is, therefore, accepted. Hypothesis 2: The ML-estimated equation accounted for a large proportion of the variance in work engagement (R 2 = 0.51). These results provided support for Hypothesis 2. Hypothesis 3: It must be kept in mind that high turnover intention is negative.
These results provided support for Hypothesis 3. Hypothesis 4: To determine whether relationships in the model were indirectly affected by psychological empowerment, the bias-corrected confidence intervals were calculated using bootstrapping with 5000 samples (Hayes, 2009) . Table 6 shows that the bootstrap-estimated indirect effects of psychological empowerment on leadership empowerment behavior and turnover intention were statistically significant (p < 0.01), but the 95% CIs included zeros (Preacher and Hayes, 2008) . This suggests that psychological empowerment does not have an indirect effect on the relationship and Hypothesis 4 could thus not be accepted. Hypothesis 5: According to Table 6 the indirect effects of work engagement on leadership empowerment behavior and turnover intention were statistically significant (p < 0.01), but the 95% CIs included zeros. Leadership empowerment behavior does not affect turnover intention indirectly via work engagement and Hypothesis 5 could thus not be accepted. Hypothesis 6: Table 6 shows that the bootstrap-estimated indirect effects of psychological empowerment on leadership empowerment behavior and work engagement were significant (p < 0.01) and did not include zeros. This suggests that leadership empowerment did have an indirect Table 6 shows that the bootstrap-estimated indirect effects of work engagement on psychological empowerment and turnover intention were significant (p < 0.01) and did include zeros. This suggests that psychological empowerment does not have an indirect effect on the relationship and Hypothesis 7 could thus not be accepted.
Discussion
Results showed that leadership empowerment behavior correlated statistically significantly with psychological empowerment and work engagement and negatively with turnover intention. The results implied that leadership empowerment behavior influences employees' perceptions of and experiences in the work environment to a great extent. When leaders empower their employees they will feel more competent and in control and they will experience meaning in their work. The results of this study are in line with previous studies and confirm that when leaders empower rather than control their employees, they will experience psychological empowerment (Appelbaum et al., 1999; Greasley et al., 2008; Lawler et al., 2001; Mendes and Stander, 2010; Raub and Robert, 2010) . The results support the research of Gregory et al. (2010) , which suggests that employees experiencing psychological empowerment feel that their contributions are meaningful and that they possess the ability to shape their work environment. Bhatnagar (2012) and De Villiers and in their studies found similar results and are of the opinion that psychologically empowered employees are more engaged, more loyal and less likely to engage in turnover intention. Employees who are able to connect with the organization and its leaders are seen to be physically, cognitively and emotionally engaged. Having an engaged workforce brings many advantages for organizations. Engagement levels are predictive of performance levels of employees (Bakker and Bal, 2010) ; indicating that employees are energetic (Maslach and Leiter, 2005) ; engagement also being a significant predictor of turnover intention (Albrecht and Andreetta, 2011; Du Plooy and Roodt, 2010 The results of this study show that leadership empowerment behavior, psychological empowerment and engagement predicted 20% of the variance in turnover intention. Organizations need to focus on development of leaders who are able to empower and lift engagement levels which will result in retention of talent. Seibert et al. (2011 ), Bhatnager (2012 ), and Du Plooy and Roodt (2010 found that engagement was a significant predictor of turnover intention.
The results in this study confirmed that psychological empowerment had an indirect effect on the relationship between leadership empowerment behavior and work engagement. This implies that increased leadership empowerment behavior will result in higher levels of psychological empowerment which, in turn, will increase work engagement. When leaders thus increase employees' degree of authority, decision-making and accountability, share information and support, develop and coach employees for innovative performance, employees will experience feelings of control. When individuals feel that their inputs are valued and that they make a meaningful contribution to the business strategy (impact), they will feel more engaged.
Limitations and future directions of research, practical recommendations
The results support previous knowledge indicating the importance of leadership development to increase organizational effectiveness and employee well-being. The LEB concept gives a clear frame work to develop empowering leaders by firstly focusing on their strengths and secondly coaching them to optimize direct reports strengths. Cameron (2013) identified four strategies to produce extraordinary performance in organizations: creation of a positive climate; positive relationships; positive communication and positive meaning. This is attainable if leaders are developed to delegate authority, keep people accountable for results, allow self-directed decision making, inform and develop them.
A cross-sectional research design was utilised which limits the ability of this study to determine cause-and-effect relationships. The study focuses only on one company, limiting the generalization of the results. It is recommended that the constructs used in this study be investigated in the other organisations, employing a longitudinal design. It would be beneficial to investigate the effects that leadership empowerment behaviour, psychological empowerment and work engagement have on other outcomes such as performance, absenteeism, wellness, trust and safety; as these factors are central to reaching organisational success. It is further recommended that different positive leadership styles such as authentic and transformational be investigated in relation to psychological empowerment, work engagement and its outcomes on turnover intention.
